Do Companies Understand What Employees Want from their Social Engagement Experience?  by Bradley, Dana Burr
 Procedia - Social and Behavioral Sciences  109 ( 2014 )  531 – 535 
1877-0428 © 2014 The Authors. Published by Elsevier Ltd.
Selection and peer review under responsibility of Organizing Committee of BEM 2013.
doi: 10.1016/j.sbspro.2013.12.502 
ScienceDirect
2nd World Conference On Business, Economics And Management -WCBEM 2013 
Do companies understand what employees want from their social 
engagement experience? 
Dana Burr Bradleya*,  
a Center for Gerontology, Western Kentucky University, 1906 College Heights Blvd, Bowling Green, KY 42101 USA 
 
Abstract 
Until recently, employee involvement with social engagement was often marginalized.  Consider the current environment where 
interest in increasing diversity is increasing, and when ensuring that volunteers are satisfied with their experience is important. 
How do non-governmental organizations recruit volunteers of different backgrounds when little is known concerning what they 
hope to achieve? How can corporations support volunteer opportunities? This paper examines the “match” between what a 
volunteer expected and then received in his or her volunteer opportunity and strengthens our understanding of how differences 
and similarities could inform effective corporate volunteer programs. 
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1. Introduction 
Workers who volunteer through their workplace feel more positive toward their employer and report a 
strengthened bond with co-workers (United Healthcare, 2010),  However, while businesses can play a key role in 
promoting volunteerism, only 25 percent of workers who volunteer do so through their employer,   
 
• 84 percent of employed Americans surveyed who volunteer through their employer agreed that more 
people would volunteer if the employer helped provide the means and motivation. 
• 88 percent of those who volunteer said the experience provides networking and career development 
opportunities vs. 75 percent of non-volunteers who said the same thing. 
• 81 percent of those who volunteer through their employer said it strengthens their relationships with 
colleagues. 
• 57 percent of employed Americans surveyed said their company does not encourage its employees to 
volunteer. 
• 21 percent of employed Americans said they would not be a volunteer if their employer had not provided 
them the opportunity (United Healthcare, 2010).  
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Until recently, employee volunteering and giving often were relegated “to the margins of corporate 
citizenship,” (Boccalandro, 2009). When brought to the forefront, employees strengthen corporate citizenship from 
the inside out with compassion, promising ideas and unparalleled energy. Consider the current environment where 
the quest for diversity among volunteer workforces is on the rise and when ensuring that volunteers are satisfied 
with their experience is an emerging challenge for nonprofit organizations. How does an organization recruit 
volunteers of different backgrounds when little is known concerning what they hope to achieve from their 
experience?  How can corporations hope to support rewarding volunteer opportunities if they pursue a “one size fits 
all” strategy?   This paper examines the “match” between what a volunteer expected and then received in his or her 
volunteer opportunity.  The subsequent analysis strengthens our knowledge bases of how differences and similarities 
could inform effective corporate volunteer programs. 
2. Background 
To recruit and retain a diverse volunteer workforce, a non-governmental (or non-profit) organization must 
know what prospective volunteers want to achieve from their volunteer work. A review of the prevailing volunteer 
literature suggests that little is known about the relationship between generational age and volunteerism. The focus 
of volunteer research related to ethnicity addresses participation and level of involvement of the volunteer (Mattis, et 
al, 2000; Musick, et al, 2000; Reddy & Smith, 1973; Rogers, 1999; Smith, 1994; Snowden, 2001; Stanfield, 1993; 
Steinberg, et al, 2002; Wallace, 2003). There is a dearth of research related to volunteer satisfaction and limited 
research examining work-related motivational factors.  
To obtain a complete picture of volunteerism in the United States, especially among populations groups 
where formal activities may be less attractive, it is important to look beyond the confines of formal volunteering and 
explore a broader definition that includes informal volunteering and civic responsibility. Traditional surveys under-
represent the volunteerism of African Americans and individuals of Hispanic origin because they do not include 
charitable behaviors that are considered civic responsibility by these ethnic cultures (Kutner & Love, 2003; 
Standfield, 1993; Steinberg, et al, 2002). For example, by asking probing questions concerning volunteer activities 
designed to capture both formal and informal volunteering, an AARP study of Americans over 45 showed an 
increase in participation of 36% for Non-Hispanic whites and 41% for both African Americans and respondents of 
Hispanic origin (Kutner & Love, 2003).  
In addition to studying both formal and informal volunteerism, the methodology used to evaluate volunteer 
trends must be carefully considered. Increases shown in the AARP study as a result of additional probing provides 
compelling evidence that methodologies used to obtain the volunteer data can prevent a clear picture of who 
volunteers. A distorted view of volunteer participation can prevent nonprofit organizations from spending time 
attempting to recruit from a particular ethnic group. Despite studies showing a significant variation in volunteer 
participation among racial and ethnic groups (Harootyan & Voreck, 1994; Mattis, 2000; Stoll, 2001), other studies 
have also shown that volunteerism does not vary with ethnicity when controlling for socioeconomic factors (Reddy 
& Smith, 1973; Smith, 1994; Steinberg, et al, 2002). The incongruent results in the various studies related to 
ethnicity and volunteerism indicate other factors must also be considered when developing a volunteer recruitment 
and retention plan.  
Motivation provides a basis for attracting and keeping a diverse volunteer workforce. Scholars have 
theorized a range of factors, including wanting to help society, personal growth and social privilege, that may help 
explain why people volunteer (Sokolowski, 1996; Clary et al, 1996; Morrow-Howell & Mui, 1989). Much of the 
prevailing literature on African-American volunteering is based on the premise that African Americans participate in 
voluntary associations because they historically were not allowed to be active in White America (Rose, 1944; 
Stanfield, 1993; Yearwood, 1978). The literature also indicates that volunteer participation by African Americans is 
influenced by their history of discrimination and racism (Nápoles-Springer, et al, 2000; Reddy & Smith, 1973). 
Preliminary research has examined motivations of ethnic volunteers within specific organizational settings. Studies 
of HIV/AIDS volunteerism have focused on the role of communalism and religiosity as primary motivators of 
African-American participation (Mattis et al, 2000; Christenesen et al, 1999). However, these studies do not address 
what types of benefits might attract a particular ethnicity and generally suggest that people volunteer because they 
want to help others (Davis, 2000; Kutner & Love, 2003; Reddy & Smith, 1973; Rogers, 1999). A helpful vantage 
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point for this question lies in examining values within a motivational context. The Rokeach Value Survey is one 
instrument well suited to measure these relationships...  
2.1. The Rokeach Value Survey  
Milton Rokeach (1972; 1983; Rokeach and Ball-Rokeach, 1989) developed a theoretical perspective on the 
nature of values in a cognitive framework and a value measurement instrument, both of which are widely used 
across multiple disciplines (Johnston, 1995).  Support for the Rokeach Value Survey (RVS) construct and predictive 
validity is strong amidst a variety of populations (Braithwaite and Law, 1985; Ramkin and Grube, 1980; Munson 
and Posner, 1980 and Fether and Peay, 1975).  The rank-order scoring procedure has been demonstrated to exhibit 
less measurement error than other scoring methods, and is widely considered to be the best technique for measuring 
human values.  The RVS has a long-standing history of widespread acceptance, and test-retest reliabilities for the 
terminal values is .78. 
3. Methodology 
A random sample of 1,450 files containing e-mail addresses was selected from among those returned by 
attendees at free information sessions for a noncredit training program in nonprofit management offered by 
universities in the Southeast.  
A letter was sent to each member of the sample population that included: 1) a statement that an electronic 
survey (email) was forthcoming that contained questions related to their volunteer activities; 2) a request for their 
participation; 3) assurances of the confidentiality of responses; and 4) an opportunity for the subject to decline 
participation by responding to the e-mail.  Three subjects removed themselves in this manner. The remaining group 
was sent an electronic, self-administered survey along with a reiterative cover letter five business days after the first 
letter.  Five business days following this, the survey and slightly modified letter were sent again.  All responses were 
received within three weeks of this final mailing.   
Of the 1147 surveys distributed, 25 were returned as undeliverable.  Of the 1,122 completed surveys 
received, 113 respondents had only partially completed rankings or had given the same rank to more than one item 
in the listing, and were thus discarded from the sample. Ultimately 1, 009 usable surveys were returned for a 70% 
response rate. 
Each respondent was asked to rank 15 work-related motivational factors in terms of their relative 
importance to them in their current volunteer activity (see Table 1).  This ranking comprised the “wants” profile.  
Next, without referring back to their first ranking, each was asked to rank the same 15 factors in the order that they 
feel they are best able to attain them in their present volunteer activity. This ranking comprised the “gets” responses 
to these questions.  Additionally, respondents were asked to complete some demographic questions including gender 
and open-ended questions relating to birthdate, ethnic group, and whether their current volunteer experience is 
similar to previous such experience.  All personal identifiers were removed from the survey and hard copies prints 
were then generated for database input by a research assistant unfamiliar with the purposes of the study.   
 
Table 1. Fifteen Volunteer Work-Related Motivational Factors Ranked by Respondents 
 
Chance to learn new things 
Chance to benefit society 
Freedom from pressures to conform both on and off the job 
Opportunity for advancement 
High prestige and social status 
Chance to use my special abilities 
Freedom from supervision 
Variety in work assignments 
Chance to engage in satisfying leisure activities 
Friendly and congenial associates 
Working as part of a “team” 
Thank you gifts 
A stable and secure future 
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Chance to exercise leadership 
Chance to make a contribution to important decisions 
4. Results 
Table 2 provides a profile of respondent gender, age, and self-identified ethnic group.  By ethnic group, the 
largest respondent pool is comprised of those who self-identified as “white,” for which the term “Caucasian” has 
been supplanted here.  Those who labeled themselves “African American” and “Black” were pooled into one group 
as the responses between the two were statistically similar.  In comparing the responses of those who termed 
themselves “Hispanic” with those named “Latino,” a statistical disparity was noted and the two groups are treated 
separately in this analysis.  A group self-identified as “Native American” is contains the same number of 
respondents as “Latinos,” both the smallest ethnic samples in the study.  No other responses were provided to this 
question and no respondent left the item blank. 
Table 2: Respondent Profile 
Gender 
 Male 24% 
 Female 76% 
Average Age  
 41 years old 
 
Ethnicity 
 African American 14% 
 Caucasian  78% 
 Hispanic  4% 
 Latino  2% 
 Native American 2% 
 
Two-Sample Kolmogorov-Smirnov Tests and Spearman’s Rank Correlation Coefficients for each of the 
possible ethnic group combinations do not indicate that any of the groups are significantly more similar to one 
another than any other, and that all are roughly equally disparate in their rankings of wants and gets.  Wilcoxon 
Matched-Pairs Signed Ranks Tests was used to determine the extent of agreement between what each of the two 
groups said they wanted from their activities versus what they reported getting from them.   
 
5. Discussion 
In response to the question, “Is your current or most recent volunteer experience similar to your other 
volunteer activities in terms of the characteristics ranked above?” 92% said yes, 5% said no, and 3% did not 
respond.  None mentioned differences in satisfaction/dissatisfaction levels, organizational characteristics, or 
personal preferences. The results point out the differences in what the some groups want and are getting from the 
same experience presuming volunteers of diff ethnicities work together.  The reasons why volunteers of different 
ethnic groups may want different things from their volunteer opportunity is a fruitful area for future research. 
Several areas could be pursued including the role of differing values in shaping recruiting policies and procedures 
for volunteers; designing training to highlight specific values and using values as benchmarking for volunteer 
program successes.  
Our findings suggest that these policies could be improved if the agencies attended to what volunteers 
really want, as opposed to what it is presumed they want. Studies suggest that identifying and communicating the 
benefits of volunteering serves as an effective recruitment plan (Reddy & Smith, 1973; Tomeh, 1981). One strategy 
would be to emphasize the match between social engagement and the mission of the corporation.  This approach 
should help the organization to make concrete contributions to its community and to its clients and supports the idea 
that volunteers must receive something they value from their paid employment. Adopting a person value center 
requires a shift from thinking about motivation as purely job related to one that encompasses personal values. 
Shifting policies to insure that volunteers were more satisfied with their volunteer matches could result in significant 
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cost savings to nonprofits by making their recruiting and retention strategies more effective.  If nonprofit 
organizations can motivate/satisfy better they will be more productive and have more loyal volunteers. 
References 
Boccalandro, B. (2009). Mapping Success in Employee Volunteeering. Boston: Boston College Center for Corporate Citizenship.  
Braithwaite,  V. A, and Law,  H.G. (1985). Structure of human values: Testing the adequacy of the rokeach value survey. Journal of Personality 
and Social Psychology 49(1): 250-63. 
Christensen, L A., Reininger, B M, Richter, D. L., McKeown, R. E & Jones, A. (1999). Aspects of motivation of a volunteers aids care team 
program. AIDS education and prevention 11 (4) 427-435.  
Clary, E.G., Snyder, M. & Stukas, A. (1996).  Volunteeers’ motivations: Findings from a national survey. Nonprofit and Voluntary Sector 
Quarterly, 25 (4), 485-505. 
Cohen, S. M. & Kappis, R. E. 1978). Participation of blacks, puerto ricans, and whites in voluntary associations: A test of current theories. Social 
Forces 56(4), 1053-1071.   
Davis, K. (2000). Factors influencing the recruiting and retaining of volunteers in community organizations. EDRS, ED-450-243 (November). 
Feather N.T, Peay, E.R. (1975). The structure of terminal and instrumental values: Dimensions and clusters. Australian Journal of Psychology 
27(2): 151-64. 
Harootyan, R. A. & Vorek, R. E. (1994).  Voluntering, helping, and gift giving in families and communites. In V. L. Bengston & R. A. Harootyan 
(Eds.), Intergenerational linkages: Hidden connections in American society (pp. 71-111). New York: Springer.   
Johnston, C.S. (1995). The rokeach value survey: Underlying structure and multidimensional scaling.  Journal of Psychology Interdisciplinary 
and Applied, 129(5): 583-97. 
Kerri, J. N. (1977). Urbanism, voluntarism, and afro-american activism. Journal of Anthropological Research 33(4), 400-420.  
Kravitz, A. (1987). Selected characteristics of volunteers associated with levels of satisfaction in the volunteer experience. The Florida State 
University, DAI 48(9A):2222. 
Mattis, J. S, Jagers, R. J, Hatcher, C A, Laswhon, G, D, Murphy, E J & Murray, Y F (2000). Religiosity, volunteerism and community 
involvement among african american men: An exploratory analysis. Journal of Community Psychology 28(4) 391 - 406.   
McPherson, J. M. (1977). Correlates of social participation: A comparison of the ethnic community and compensatory theories. The Sociological 
Quarterly, 18 (2) 197-208.      
Morrow-Howell, N. & Lottt, L & Ozawa, M. (1990). The impact of race on volunteers helping relationsps amonty ghe elderly. Social Work (13), 
21-33.  
Munson, J. M and Posner, B Z .(1980). The factorial validity of a modified rokeach value survey for four diverse samples. Educational and 
Psychological Measurement 40(4): 1073-79. 
Musick, M.; Wilson, J.; Bynum, W. (2000). Race and formal volunteering: The differential effects of class and religion. Social Forces, 
78(4):1539-1571. 
Nápoles-Springer, A.; Grumbach, K.; Alexander, M.; Moreno-John, G.; Forte, D.; Rangel-Lugo, M.; Perez-Stable, E. (2000). Clinical research 
with older african americans and latinos. perspectives from the community. Research on Aging, 22(6):668-691. 
Rankin, W.L and Grube,  J W. (1980). A comparison of ranking and rating procedures for value system measurement. European Journal of 
Social Psychology 10(3): 233-46 . 
Reddy, R. and Smith, D. (1973). Why do people participate in voluntary action? Journal of Extension, 11(4):35-40. 
Rokeach, M. Beliefs, attitudes, and values. San Francisco, CA: Jossey-Bass; 1972. 
Rokeach, M. The nature of human values. New York, NY: Free Press; 1983. 
Rokeach, M., Ball-Rokeach, S.J. Stability and change in american value priorities, 1961-1981. American Psychologist, May 1989:775-84. 
Rogers, P. (1999). African american traditions of giving and serving: A midwest perspective. Nonprofit and Voluntary Sector Quarterly, 
28(3):348-350. 
Rose, A. (1944). The negro in america. New York: Harper.  
Smith, D. (1994). Determinants of voluntary association participation and volunteering: A literature review. Nonprofit and Voluntary Sector 
Quarterly, 23(3):243-263. 
Snowden, L. (2001). Social embeddedness and psychological well-being among african americans and whites. American Journal of Community 
Psychology, 29(4):519-536. 
Stanfield, J. (1993). African american traditions of civic responsibility. Nonprofit and Voluntary Sector Quarterly, 22(2):137-153. 
Statistical abstracts of the United States (1998). Washington, D.C.:  U.S. Bureau of the Census. 
Steinberg, K.; Rooney, P.; Chin, W. (2002). Measurement of volunteering: A methodological study using indiana as a test case. Nonprofit and 
Voluntary Sector Quarterly, 31(4):484-501. 
Stoll, M. (2001). Race, neighborhood poverty, and participation in voluntary associations.  Sociological Forum 16(3), 529-557 
United Healthcare. (2010). VolunteerMatch, Do good, live well study. 
http://cdn.volunteermatch.org/www/about/UnitedHealthcare_VolunteerMatch_Do_Good_Live_Well_Study.pdf 
United States Department of Labor. (2003). Volunteering in the United States. Bureau of Labor and Statistics, USDL 03-888, December 17, 
{http://www.bls.gov/news.release/volun.nr0.htm}. 
Wallace, N. (2003). Majority of older adults are volunteers and donors, new study finds. Chronicle of Philanthropy, 16(4):22. 
Woodard, M. (1988). The effects of social class on voluntary association membership among urban afro-americans. Sociological Focus 21 (1), 
67-80  
Yearwood, L. (1978). National Afro-American organizations in urban communities. Journal of Black Studies 8 (4), 423-438.  
